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ABSTRACT 

The relationships among Catholic school teachers' 
commitment, Dot) satisfaction, and work environment are examined. A 
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teaching profession itself; and to jot)-related features. Overall, 
teachers found intrinsic aspects of their work more satisfying than 
external factors and expressed general satisfaction. A recommendation 
is made for conscious administrative efforts to t)uild a faith 
community and to employ persons whose characteristics match 
organizational needs. Six statistical tables are included. (45 
references) (LMI) 
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Historically, due to constraints on financial resources, 
Catholic sdiools have been unable to conpete with public school 
teadier salaries. However Catholic schools possess features 
whicii pcftentially may be incentives for some teachers. Ihe 
purpose of this paper is to explore the dedication of the 
teachers vjho choose to work in Catholic schools by examining the 
nature of their caramitanent and exploring how it relates to job 
satisfactiOT and work circumstances. Seme iirplications 
concerning r^^ruiting and retaining qualified persons will also 
be noted- 

IHBOREnCAL FRAMEMCHK and RELATED RESEARCH 
Commitnent, a binding force for one's loyalty, identification 
and involvement with an institution (Mitchell, 1979) is 
manifested simultaneously in the various aspects of a person's 
life. How persons maintain ocsnmitments to family, church, labor 
union, political party, and work have all been treated in the 
literature (Ahrahamson £e Anderson, 1984; Kanter, 1968). 
Confining itself to an analysis of woric ccsnmitment this study 
investigates three factors that describe the core of the ccrarait- 
inent: job, ortganization, and the career or profession of teaching 
(Morrctw, 1983). 

Ocranitmait to a career or profession encarpasses devotion to 
the donands specifically pertinent to that profession vMch in 
this case is teaching (Bartol, 1979; Synder & Spreitzer, 1984). 
liiis dedication or loyalty holds regardless of the site or 
particular organizaticxi in which the profession is practiced. 



Lcsrtie (1976) provicies attributes of professional teaching 
cxxranitment. He notes that teaching is unique in that it provides 
prolOTged esqxssure to normal children. Schools also provide a 
medium for satisfying interests that were originally fostered in 
school such as a love of subject matter and a desire to share it 
with others. Hereafter, professicml ccmmitroant is designated 
as ooKinitment to teaching. 

<nie organizaticm dimensicai is devotion or loyalty to one's 
employing firm (Mowday, Steers & Porter, 1979), and involves 
those aspects of the woric that specifically address character- 
istics integral to that organization, in this case the Catholic 
School, independent of the site. Organizational commitment 
qualities are derived frcm documents delineating the stated 
purposes of Catholic Schools found in Tin TV>ach as Jesus Did 
(Naticx^al Conference of Catholic Bishops, 1972) and The Catholic 
School (Sacred Qaigregation for Catholic Education, 1977). The 
diraensions of the educaticaial mission are expressed in terms of 
learning the CJiristian message, building a Christian ocmirajnity, 
and developing an attitude of service toward the human oomraunity 
(National conference of Catholic Bishops, 1972). The sdiool is 
to be an acadeanic ooraraunity while simultaneously promoting values 
and religious develc^xnent (Sacred CCaigregation for Catholic 

Micatiai, 1977). 

Ihe job dimension of ooranitment oi^iTasizes the iirportaixs 
the practical and procedural qualities of the woric (Lawler & 
Hall, 1970) and addresses aspects of a particular job site such 
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as the pt^ical, site-specific characteristics e.g., convenient 
locaticMi and the relationship of sciiool to a particular parish. 
Uie inclusicai of jc±) canmitroent is meant to address the probable 
differences that exist from Catholic school to Catholic scSkoI, 
Satisfaction: 

Satisfacticai is frequently tied to ccanmitment (Hall & 
Schneider, 1972; Mowday et al., 1979; Porter and Steers, 1973). 
It is defined as an overall affective orientation on the part of 
individuals toward woric roles vMdi they presently occupy 
(Kallenberg, 1977). Herzberg, Mausner and Snyderman (1959) 
developed a f raireworic that has been employed often in considering 
the aspects of satisfaction. Called the "two-factor theory of 
job satisfacticai" there are conditions present in a job that 
induce incrtsased satisfaction but their absence does not increase 
dissatisfaction; vMle there is another set of conditioTS, vAK>se 
absence leads to dissatisfaction but v*K3se presence does not lead 
to increased satisfaction. 

Ihe first set of factors is scmetimss termed intrinsic or 
internal having to do vdth the content of the work itself: re- 
cogniticai, achievement, advancement, respraisibility, thus mseting 
the individual's need for psydiological growth. Another factor 
is temed extxinsic or external because it relates more to the 
. context or envirxximent surrounding the work. Ihese variables 
include interpersOTial relations-., administration, and policy, 
working conditiois, jcb security, pay and benefits. According to 
Herzberg (1971) it is possible to be both satisfied and 
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dissatisfied with the woric at the saroe time. Good conditions of 
eitployit^nt (external) will not on their own produce satisfaction 
but they will reduce dissatisfaction. On the other hand, being 
happy about a child's progress (internal) will not in and of 
itself reduce feelings of dissatisfaction with the work place. 

Studies of teachers' satisfactiai uniformly indicate that 
intrinsic factors are itost closely related to overall 
satisfaction (Holdaway, 1979; Lortie, 1976; Sergiovanni, 1967; 
Sirailansky, 1984; Sylvia & Hutchinson, 1985)^ In particular, a 
teachers' sense of pride and acoOTplishinent revolves around the 
reward of having reached children (Lortie, 1976; Sergiovanni, 
1967; Sylvia & Hutchinson, 1985). Satisfaction was related to 
feelings of self -efficacy (McLau^in, Pfiefer, Swanson-Owen, & 
Yee, 1986; Smilansky, 1984) achieveawsnt, career orientation, and 
stimulation (Hbldaway, 1979). Dissatisfaction revolved around 
external factors such as peer and student relations (Smilansky, 
1984), administrative policies, clerical duties, and workirig 
conditions (Holdaway, 1979; Lortie, 1976). Goodlad (1984) found 
that although ironey was not the primary reason for entering 
teadiing, it was ranked seccayJ for leaving. 

Holland (1973) developed a theory of vocational satisfacticn 
that depQids cm the ccHign^ice between one's personality and 
one's work envircOTttsnt. Similar to exdiange theory caie of the 
assunptions of Holland's model is that persons search for 
envircanoents that will let them exercise their skills and 
abilities, express their attitudes and values, and take on 



agreeable pn*)lems and roles • Chapsnan used this model in 
researdi about both j(±) satisfaction and attacdiinent 
hypottesizing that vAien p^ple's needs are met they tend to be 
satisfied and remain in their jc±)S (Qiapman & Hutcheson, 1982; 
Qiapnan, 1983). Sane significant findings were that career 
satisfaction was related to teacher self -perceived achievement on 
itons denoting professiaial success. Teachers assigned greater 
iiiportance to intrinsic rewards and relatively less iitportance to 
extrinsic rewanJs. Those who left teaddng were characterized as 
assigning more inportance to salary increases, jcA) responsibility 
and autonomry (Chapwan & Hutdieson, 1982; Chapman, 1983). 

Work factors: 

lortie (1976) found that the cultural and structural aspects 
of teaching influenced how teachers view the benefits of 
teaching. Work factors ccmprise such aspects and are those 
characteristics that distinguish one jc±> fron another. Zahra 
(1984) cOTceptualized work factors as organizational factors 
which include woric experiences, jc±) characteristics, role 
perceptions and leadership styles. He found that organizational 
factors appeared to be more ixiportant than personal factors in 
determining organizaticml commitment. Vrocnn (1962) also noted 
that job factors can influence the degree to viiich an eirployee is 
involved in the jc±). 

Opportunity for social interaction, role conflict, 
significance of the woric, as well as personal investments made 



and benefits derived have all been examined and found to be work 
factors that influence ccsranitment. CScanmitrnent to organizations 
increased with oHXjrtunities for social interactiOTi (Buf±anan, 
1974; Sheldon, 1971). Pole conflict or the existence of multiple 
contradictory demands placed on the worker carrying out responsi- 
bilities was found to have significant negative correlaticais with 
organizational coinmitn^t (Steers £e Rhodes, 1978). Perception of 
personal investments made and benefits derived also increased 
organizational commitment (Buchanan, 1974). Significance of ti^ 
work studied in ccai juncticai with scope of the jc±» was also found 
to be related to organizational commitment (Hackman & Oldham, 
1975). Because of the orientation of Catholic schools, the faith 
dimaision of the school must be COTsidered a work factor that 
distinguishes the Catholic school frcsn others. 

The five work factors that are considered in this stucfy are 
ttie faith dimension of the school, the opportunities for personal 
growth ard feelings of aoaaiplishment, the existence for 
potential role conflict, the opportunities for social rela- 
tionships, and the financial realities of the jc±). 

Attachment: 

Qiapnan and Hutcheson (1982) noted that social involveanent in 
the professioial aspects of teaching along with social ties in 
the sdiocl affect teadier retention or attadment. Attachment is 
an interest and intenticxi in cCTitinuing in a present position 
which Steers and Rhodes (1978) discuss as a "decision to 



participate". A*±achment begins develc^ing at entry and is 
related to ccammitroent (Steers, 1977). Ifcwday et al., (1982) 
found a significant inverse relatioiship between organizational 
commitment and turnover in both cross sectional and longitudinal 
research. 

SAMPLE AND MEIHOD 
A questionnaire incorporating demographic data and asking 
information about 1) teadier motivation to dKose and remain in 
teaching, 2) factors influencing satisfaction with teac±iing, and 
3) the iitportance certain work factors had to stay in teacSiing 
was administered in the Catholic elementary schools of a large 
diocese in 1985. 

The study considered only the data from the full-time 
elementary school teachers. Sixty-eight percent returned 
cxxnpleted questionnaires. Of the 655 full-time teachers 85% are 
lay teachers of vAiich 70% are married; 15% are meittoers of 
religious communities or diocesan priests; 93% are female; 82% 
are Catholic. The lay teachers are oti the average younger than 
the religic«JS teachers. 

VARIABLES IN THE ANALYSIS 

Ooinmitroent: 

Conitiitroent was vised as a categorical variable. Subjects 
were assigned systematically to either a jci) group, an 
organization group or a career group based on the response to a 
question concerning the most important reason influencing the 



decision to teadii a"^ the sdiool. Table 1 indicates the item 
analysis statistics of reasons in each category. 



TABLE 1: Itera Analysis Statistics for Ooirauitinent factors 

jTEM Mpan SD Item total Cbrr 

JOB OOWOTMENT 

Desire to ^ honie parish 2.53 1.17 .249 
^lary/benefits of the sch. 2.10 1.01 .034 
Sdi requested ray assistance 2.85 .94 .186 
School is close to iicy horo 2.66 1.09 .390 

Coefficient alpha = .386 
Spearman Brtwn estimate = .864 



ORGANIZATIC^IAL CClMnMi'!Nr 

Coramitinent to Catholic Bduc. 3.41 .77 .627 
View teaciiing as Ministry 3.20 .89 .577 
Oppor. to witness to Faith 3,19 .85 .704 
Bus kind of ed. envircMTraent 3.43 .72 .444 
Opportunity to share values 3.20 .77 .589 
Background in Cath. Sdxwls 2.84 .98 .403 

coefficient alpha == .796 
Spearman Brown estimate = ,964 



0C^MLT3MENT to TEACHING FRDFESSIC^ 

Influence of itty teachers 2.41 1.03 .324 
Mbrking with young people 3.57 .64 .427 
Love of teadiing 3.66 .59 .429 

Personad growth/develqproait 3.20 .77 .453 
Emerience in/with sdxxjls 2.88 .90 .366 

Ooefficiett alpha = .628 
Spearman Brown estimate = .931 
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The 3db group (N = 66) ccaitained individuals choosing items 
identifying site circumstances of the job, e,g, , location close 
to hate, school requested ray assistance. 

The organization group (N = 158) consisted of persons who 
selected iteams addressing features of Catholic ediKiation e.g., 
c^)portunity to witness to faith, ocHnraitrnent to Catholic 
education. 

The teaching career grcxip (N = 173) oaiprised subjects ^^*lo 
named iteits detailing scmb characteristics of teadiing in 
general, e.g., desire to woric with young pec^le, love of 
teaching. 

Those teachers v*io chose none of the items listed in the 
grcx:?) categories were not assigned to a group because their 
primary orientation was uncertain. 

Satisfaction: 

The satisfactic«i variable sou^t to find the degree that 
various aspects of their work was satisfactory to teadiers. 
Subjects specified their degree of satisfaction on a six point 
Likert scale (6 as very satisfactory) . The mean scale value was 
used as the satisfaction score on eadi subscale. 

The ti-ytal scale of 43 items was divided and scores derived 
for two internal factor scales: self actualizaticjn and ccstpetenoe 
and two external factor scales: staxJent interactiOTS and milieu. 
The self-actualizatiOTi scale listed items in the work that 
allowed for stiiiiulatim, creativity, and responsibility. The 
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canpetence scale cxntained itens describing the teacher's 
personal ability to skillfxilly woric with students. The student 
interactiOT scale listed occasions fostering successful rapport 
with studOTts. Ihe milieu scale lists aspects of the school 
environment. Table 2 lists the means and standard deviations of 
the subscales. 

TABLE 2: Satisfaction subscale Statistics 



JNTERNAL: Self -actualization 

Professiaial stiraulati<xi in work 4.90 .91 

Degree of creativity possible in my work b.l8 .91 

Sense of aooonplishment I have 4.99 .82 

Amount of freedom I have 5.13 .88 

AraDunt of persOTial responsibility I have 5.11 .81 



INTERNAL: Oorpetence 

Discipline in my classes 5.02 .84 

Ability to help ray studaits learn 5.10 .79 

Ability to work with gifted students 4.40 1.01 

Ability to woric with slow staxJents 4.49 .95 



ESCTEiaiAL: Students 

Discipline in this school 5.04 .77 

RelatiOTS with ray students 5.23 .77 

Iteaching religicai to nat-<3atholics 4.80 .77 

Number of students in ray class 4.64 1.31 

Prevailing student attitudes 4.59 .94 



EXTEI^IAL: Milieu 

Reoogniticai of my quality teadiing 4.95 .80 

Relations with the rest of the staff 5.41 .65 

Philosc^y of the school 5.29 .79 

RKXjgniticai of ray contributed services 4.86 .93 

Amount of bureaucracy in the sdiool 4.67 .91 

CociiDunicaticn in the sdiool 4.92 1.03 

Relations with tte principal 5 . 32 .84 

Philosophy of the principal 5.25 .85 

Personal voice in sdvxl affairs 4.70 .99 

ODitimmity among faculty and students 5.16 .86 
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Vfork factors: 

Ihe woric factors are those characteristics vrtiich distinguish 
one jdD fran another. Ihey are present to all persons general3v 

and do not depend on personal performance. Table 3 presents the 
descriptive statistics for the items in the woric factor scales. 

TABLE 3: Statistics Work Factor subsccdes 

Item Mean SD_ 

FAm D^MENSIOI 

Desire to help children develc^ faith 3.24 .74 

Desire tc create Christian Ooratunity 3.23 .71 

Evidence of Faith Ooratiiunity in school 3.16 .76 

PERSONAL SIQUFICANCE 

Perscxial growth experienced 3.16 .75 

Satisfaction with ray work 3.60 .55 

Opportunity to help otliers 3.42 .62 

Relations with staxJeits 3.43 .63 

Feeling of aooowplishiaent I have 3.46 .61 

Satisfacticxi from student aciuevemsnts 3.48 .61 

RCLE CONFLTCr 

Personal family situation 3.03 1.01 

Hours, holidays, sunnier vacation 2.77 1.00 

Schedule oanpatible with family situation 3.09 .95 

Praxirrdty of scixx>l to vrtiere I live 2.71 1.05 

ADUUr SOCIAL IMTERACnC^ 

General woridiig conditions 3.31 .70 

Adndnistrator's style/philosophy 3.35 .74 

Regard for iny c^inion in sdi. mricters 2.95 .78 

Chance to work with other ooctaitted peqple 3.23 .71 

Treatment received froci administration 3.42 .68 

FINANCE 

Job security 2.84 l.Ol 

Opportunity for advancenent 2.12 1.03 

Salary and bene^ts 2.86 1.08 



Respoidents indicated usinj a four point LiJcert scale (4 as very 
important) the degree of importance eadi item was to remaining at 
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the school. Hie scores analyzed were the in five subscales: 
faith dimsaision, personal significance role conflict, social 
interaction, and finance. 

The faith dimension scale included those features of the 
woric that foster expression of ccsnraunity and belief. Hie 
perscxial significance scale is composed of those indications in 
the work of c^jportunities for personal growth and accarplish- 
ment. Ihe role conflict scale contained those instance in the 
work that pressure teaciiers to meet demands of school and home 
simultaneously. The social interaction scale ccraprised those 
circuitBtances describing adult general woridng relationships at 
the sdwol. The finance scale addressed the realities of 
rerauneratim offered by the sciiool. 

Attachment: 

Attadiroent measured the intjerest and intentiai of continuing 
in the present work in two aspects: the organizational (i.e., re- 
maining in Catholic Bducaticai) and professiOTial (i.e., continuing 
to be a teacher) ProfessiOTal attachment was a single item 
with a six point Likert scale (6 as high) . Respondents specified 
whether give-, another chance, they would still choose teaching as 
a career. QrganizatioTal attac±anent was a single itan with a 
four point Likert scale (4 as very liJcely). Subjects indicated 
vAiether or not they plan to stay at their present jdD, how 
lately it was that they would remain in Catholic education. 



Perscaial variables: 

'Ihe perscxial factors used as variables in the data 
analysis were the denographic ciiaracteristics of religious 
status, religicai, itarital status, age, degree, educational 
experience, organizaticnal tenure, and the in?»rtance of 
religion in one's life. 

RESUI/rs 

All analyses were first performed for the tota] saitple. A 
second set of parallel analyses included only the lay teachers 
with the religious teadiers removed. Ihese latter analyses 
insured that the results were not siroply an effect of the 
religious who, because of their affiliation with the Catholic 
Church, would presumably be inclined toward what is defined in 
this study as organizaticxial ocuBnitment. 

Ihe issue regarding satisfacticai was to determine how it 
mi^t be related to the coinraitmait groctps. The hypothesis was 
that the organization group will be more satisfied \fith ejftemal 
conditions than the teaching group. The data in Table 4 revealed 
that no differences in neans were found on external satisfaction 
at a significant level ( .05) for any group in either the totv.1 or 
lay sample. Therefore this hypothesis may not be confirmed. 

Additional analyses an attachment and satisf actiai were 
conducted with special gnx^s: one whose score ratings on both 
the organizational and teaching ccranitraent scales average very 
inportant to extremely iit^xartant (high on both oanmitments) ; and 



TABLE 4: Analysis of Variance Sumnary table: 

Satisfaction by CJomsnitroent Gro^op 



MULTIVARIATE RESULTS 



Effect 



Main 

Org vs Teadi 
Org vs Jc±) 



TOTAL 



F Sia. Wilks Lambda Z Sj-g . 



Jntemal and External Sati sfaction 

.99 1.33 .26 .99 1.00 .41 

.99 1.81 .17 1.00 .67 .51 

1.00 .39 .67 .99 1.09 .34 



UNIVARIATE RESULTS 
Effect TOTAL . lAY 

E sigu £ sig- 

TVirhal Satisfaction 

Main 2.26 .11 1-03 -36 

Org vs Tteadi 3.85 .05 1.13 .29 

Org vs Job .00 .99 .18 .67 

Inteamal Satisfaction 

Main 1.48 .23 .74 .48 

Org vs Iteadl 2.85 .09 1.35 .25 

Org vs Job .13 .72 .03 .87 

External Satisfaction 

Ifain 2.29 .10 1.19 .31 

Org vs Teadi 3.50 .06 .79 -^7 

Org vs Job .05 .83 .59 .41 



DESCRIPTIVE S^IATISTICS 



GROUP 



[TCOJAL] 
Total 
Internal 
External 

[LAY] 

Total 

Internal 

External 



Org. 

Mean SD 



(N=155) 
4.90 .54 
5.14 .52 
4.75 .60 

(N=123) 
4.85 .57 
5.13 .55 
4.68 .62 



Teadh 
_MearL 



SD 



(N=173) 
4.79 .50 

5.05 .49 
4.63 .57 

(N=166) 
4.79 .50 

5.06 .49 
4.62 .58 



J<±> 
Mean 



SD 



(N=65) 
4.90 .51 
5.12 .49 
4.77 .56 

(N=54) 
4.90 .52 
5.12 .49 
4.76 .57 



the other vtee score ratings on teadtiing cxanmitment were hi^ 
but at the same tiine, vAk) also ranked organizatiaial cxjramitment 
itans on the average as slightly or not important (high on 
teaching with low on organizational ocrannitment) . The hypothesis 
was that those vAkj are hi<^ on both organization ccsoranitment and 
ooranitinent to teadiing will be more strongly attached and have 
higher satisfaction scores than those who are high on ccarauitment 
to teaching but low oti organizatioi commitment. 

The resvilts in Table 5 derncaistrate that for the total sanple 
these two grotqps differed cai both organizaticaial and professional 
attachment. groap posting average ratings of extremely or 
very in?)ortant on both caimitraent to teaching and organizational 
conroitment scales had hi<^Ter means than the group specifying 
slightly or not iitportant ratings to the organizational ccsimitment 
scale. In the lay sample, organizational attachment was different 
with neans being higher for the group rated both canmitraents 
hi^ but thsce vras no difference between the groi?3s on profes- 
sicsvil attacJimaTt. 

For both the total and the lay saiiple significant differ- 
ences were found on total satisfaction and the external satis- 
facticn scale with the hi^ier means coming from the group that 
was hi^ on both ooiiinitmsnts. The groups differed on the internal 
satisfaction scale only for +-he lay sanple. The hi(^ier means 
were attained by the group that was hic^ on both ccsnndtment to 
teaching and orrjanizaticHial coninitment. Therefore this hypothesis 
is oonfirraed. 
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TABLE 5: Analysis of Variance Summary table: 

Attachitent and Satisfaction ty Ccanmitment Group 

(1) (HIGH/HIGH): hi<^ on organizatioial and teaching ccjumitment 

(2) (HIGH/IX3W): high on teaching but low on organizational cotranitinent 

MULTIVARIATE ANALYSIS 



Variable 



TOTAL 
Wilks Lar nhda 



Sia. 



m 

wilks Lainhda F Sia. 



ATIACHMEWr 
SAT:in/ext. 



.88 
.89 



9.26 
8.41 



.00 
.00 



.87 
.89 



6.70 
6.25 



UNIVARIATE ANALYSIS 



.00 
.00 



Variable 

AETEACHMENT 
Professicml 
QcganizatiOTi 

SATISFACTiai 
Total 
Internal 
E>rt:emal 



TOTAL 



LAY 



4.69 
15.28 



12.68 
3.41 
14.29 



Sig. 



.03 
.00 



.00 
.07 
.00 



3.24 
11.59 



11.01 
4.11 
11.72 



sig. 



.08 
.00 



.00 
.05 
.00 



^'ARIABLE 

[TOTAL] 

ATTACHMENT 
Professional 
OrganizaticMi 

sAnsFAcncw 
Total 
Internal 
Eicterral 

[LAY] 

ATTACHMENT 
Professioial 
Qrganizaticxi 

SATISFACTION 
Total 
Internal 
EKtemal 



DESCRIPTIVE STATISTICS 
g^OUP 



Hi^/Hi^ 



Hi^A^ 



SD. 



109 


5.55 


.89 


17 


5.00 


1.45 


109 


3.21 


1.08 


17 


2.11 


.91 


108 


5.15 


.46 


17 


4.72 


.47 


108 


5.35 


.45 


18 


5.14 


.54 


108 


5.02 


.52 


18 


4.52 


.49 




Hirfl/Hi^ 




Hi<^/L0W 


N 


fjean 


SD 


N 


Mean 


SD 


80 


5.51 


.97 


17 


5.00 


1.45 


80 


3.oy 


1.08 


17 


2.11 


.91 


80 


5.14 


.48 


17 


4.72 


.47 


80 


5.37 


.43 


18 


5.14 


.54 


80 


4.99 


.54 


18 


4.52 


.49 
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In ocxTsidering the relationship between the ccaranititient 
gcaaps and work factors the hypothesis was that the organization 
groi^ will cxmsider Faith dimensicai more iicportant and finance 
less inpDrtant than the teaching or jdb group. Those teaching in 
Catholic schools do so for less noney so sosone other factor such 
as religious affiliation must be at work as an incentive. 

Uie results listed in Table 6 indicate significant differ- 
ences on all work factor subscales except social interaction 
c^jportunities for both the total and the lay sample, and 
significant differences betweoi the organizaticai group and the 
ooranitted to teach group. 

Significant differences occurred between the organizaticai 
gxxAjp and the job group in the faith dimension, role craiflict, 
and finance subscales. 

The mean for faith dimaisiOTi is larger for the organization 
groi?) while the means for the organization grot?) on the other 
scales: significance of work, role ccaiflict and finance are all 
snaller than either the cormiitted to teach or the jc±) groups. 
Those in the organizaticai commitroait group see the faith 
dimension as the roost in?»rtant of the vrork factors while sig- 
nificance, role conflict and finance are more iinportant to the 
teaching and job groi^. There are no differences between the 
grciaps in either sanple on social interacticai characteristics. 
Therefore the hypothesis is confirmed. 
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TABLE 6: Analysis of Variance Sunanary table: 

Wbric Factor subscales by Ocrniitment Group 

MULTIVARIATE RESULTS 

Effect TOTAL IM 

Wilks laatjda F Sia. wiUts I.anibda F Sig. 

Main .86 5.51 .00 .87 4.66 .00 

Org VS Teadl .87 10.37 .00 .88 8.87 .00 

Org VS Job .96 2.94 .04 .96 2.60 .03 



Effect 



UNIVARIATE RESULTS 
TOTAL 



LAY 



F Sia. £ 

Work Factor subscale - Faith Dimension 



Main 

Org VS Teadl 
Org VS Job 



6.43 
12.60 
3.61 



.00 
.00 
.058 



5.51 
10.54 
3.96 



Sig. 



.00 
.00 
.05 



Whrk Factor subscale - Sig ni fimnce of Work 

Main 5.00 .01 4.46 .01 

Org VS Tfeadi 9.43 .00 8.15 .01 

org VS Job .30 .58 .16 .69 



Wbrk Factor gi V^Pif^le - Role Oonflict 

Main 6.72 .00 3.21 

Org VS Tteach 10.85 .00 4.15 
Org VS Job 7.84 .01 4.92 



Wbric Factor subscaJe - Socia l T"te^ctions 



Main 



.92 .40 .57 .56 

Org VS Teach 1.76 .19 .95 .33 

Org VS Job .59 .44 .67 .42 

yk;ij ^ Factor subsf ^le - Finance 

Main 8.81 .00 4.49 .01 

org VS Tteadti 16.91 .00 7.98 .01 

org VS Job 5.92 .02 4.32 .04 
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Table 6 continued... 



[TOTAL] 

Faith 

Significance 
Role ocxTflict 
Social 
Finance 



DESCRIPTIVE STftTISnCS 



Org. 
Mean SD 



(N=140) 



3.45 
3.35 
2.54 
3.11 
2.36 



.61 
.50 
.85 
.54 
.89 



OXXJP 



Teadi 



Mean SD 



(N=166) 

3.19 .67 
3.52 .43 
2.85 .78 

3.20 .53 
2.76 .83 



Jdb 
Mean SD 



(N=60) 

3.26 
3.39 
2-89 
3.18 
2.68 



.70 
.51 
.83 
.61 
.83 



[LAY] (N=119) 

Faith 3.43 .62 

Significance 3.37 .49 

FDle conflict 2.69 .76 

Social 3.14 .54 

Finance - 2.50 .84 

DISCUSSION 

In terms of organizaticxi characteristics or work circum- 
stances and individual values hew does organizational coramitanent 
and ooranitroait to teadiing manifest itself in the Catholic 
elementary sdiool teacher? 

When the teachers were assigned to a ocnmitment group cai the 
basis of the reason they specified as nost iitportant for their 
vgorldng in the school those persons v)ho chose an organizationally 
oriented reason such as "ooranitraent to Catholic education" as the 
itcst inportant reason for teaching differed on those items 
denoting cooiaitnent to the Catholic school from those persons v4» 



(rf=166) 

3.18 .67 

3.53 .42 

2.87 .76 

3.21 .52 

2.78 .81 



(^f=51) 

3.21 .71 
3.40 .51 
2.97 .79 

3.22 .55 
2.78 .79 
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ciKJse a reason describing teaching in general as most inportant 
to their work. Hie former grxx^) seans to possess not only a 
^neral teadiing perspective similar to the other groups in tl,.a 
sanple but also hi additicxi, a special preference for those 
aspects of Catholic school that make it different from other 
educatiOTjal institutions e.g., opportunities to witness to 
personal faith and viev/ing teaching as a ministry. 

In ocffisidering organizaticaial b^vior both the ortganization 
and the employee have certain needs and goals. According to the 
documents frxjm the Catholic Church the Catholic school has a dual 
missicffi or goal not <yily to foster academic excellence tut also 
to nurture the spiritual develcpnait of its students. It needs 
teachers who are willing to be involved with students on both the 
academic and the faith level. Ihe Catholic school provides an 
atvircxTraent v*iere the faith dimensicxi can thrive. Hiis faith 
dinensioi alcxig with c^^portunities for persOTial growth and 
developing feelings of acooTDplishment, social interactions with 
students and colleagues, a schedule scanewhat carpatible for 
raising a family, and financial rentuneraticai are the 
ciiaracteristics of a school organizaticxi. 

Ihe najority of these elementary school teachers indicates 
that they are working at their present jc* principally because of 
the presence of the faith dimension at the school. Ihair ocaranit- 
roent stems from organizational values. Ihese persons are 
distinctive in themselves because regardless of their formal 
religious affiliation they accord religion an important place in 



their lives. It is principally these two factors that color 
their ccsnmitment to the Catholic sdwol. In acJdition these 
teadiers indicate that they have a ooiranitinent to teach and that 
opportunities for persaial growth and having feelings of 
acccwDplishment in their work are also iitportant to them. It 
would seem that both the individual and the organization are 
served by these teachers. Catholic sciiools are to be a community 
of persons gathered for the purpose of learning both academic and 
religious matters (Pilarczi^c, 1982). Hie teacher is to be a 
perscai of faith vAio has a perscaial ccramitment to gospel values 
and is able to call the student to a similar ccsnmitment (National 
Catholic BducatiOTial Association, 1982b) . Hie distinctive 
features of the Catholic sdiool are appreciated by the individual 
while the individual's values are being nvirtured by the 
organizaticai. 

Scxne other teachers in these sdiools are more drawn to the 
career so they are very interested in the teaching opportunity 
itself and concerned that there be of^rtunities for personal 
growth and aoccnplistanent and somevdiat concerned about the 
financial realities of the j<±). These teachers do not note that 
the faith dimension in the school is central to them nor do they 
place hi<^ in^wrtance on religion in their lives. Ihese persons 
tend to be younger, unmarried with little Catholic scSiool 
education. It is possible that this group may not have had 
enoui^ time nor familiarity with Catholic schools to have 
developed a coranitmsTt to them yet. At this stage in their 
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career the organization is providing an enviromnent to satisfy 
these tea<Aer's desires to teach. But the specific Catholic 
school organizational orientation is not highly valued by this 
qroap of teaciiers. Ihese persons are in the schools priinarily 
because of their coraoitanent to teaching. 

A third group ot people vto center their corauitinent in the 
jdD are teaching in the Cattolic elementary schools because of 
reasOTS related to the jc±) site. They are very concerned that 
the job be ooaipatible with the needs of their families. At the 
same tine these persons want to teach do not value the jcto 
particularly for its faith dimension nor are they working at the 
school to take advantage of its specific Catholic focus. 

Researeh indicates that teadiers cone to teaching with a 
Gtrong ethic to serve and that self-esteem and satisfaction ccsne 
from the feelings that their personal abilities are being used 
apprt^iately and effectively (^iiaul^in et al* 1986). The mean 
score on internal satisfaction of 5.06 (SD .52) indicated a high 
degree of satisfaction on those aspects reported as most 
inportant to teacters. Ihe teachers in this study were 
apparently happy with the opportunities for self-actualization 
and had positive feelings about their own teaching abilities. 
Ihese two factors have been found to be critical in fostering a 
teadiers' saise of efficacy (Jdhnsoxi, 1986). 

In contrast, che extrinsic rewards of teaching, otibodying 
the e)ctemal citxwrastances of relaticaiships with the studer.tts and 
general milieu are nore d^)endent on the circumstances of the 
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individual schools and are possibly shap«a by the unique organi- 
zational philosophy of the school. Ihus it was hypothesized that 
those vAk> were organizationally ocmmitted would be iiore satisfied 
with the extrinsic aspects of teaching. This hypothesis was not 
confinned. There were no differences in any of the groups on the 
extrinsic aspects of satisfaction. Teachers over-all tended to 
be satisfied with their relationships with students (mean 4.81, 
SD .63) and with the general working conditicns in the school 
(mean 5.02, SD .71). AlthoK^ the hypothesis was not confirmed 
the mean scores of the groi^K on the external factors were lower 
than for the internal factors. This is in agreement with other 
studies of teachers who consistently find the intrinsic aspects 
of their work itore satisfying than the external factors 
(Holdaway, 1979; Lortie, 1976; Sergiovanni, 1967). 

Ttie basic organizational structure of the schools in this 
study might account for the lack of variance on external factors 
among the groups. Catholic elementary schools tend to have small 
enrollments (in this study the range is 91 to 590 with a mean of 
287) and average 12 full-time teachers on the staff (Convey, 
1986). This relatively flat structure rai<^t ccaitritute to 
teachers satisfaction. Wbrthy (1950) found that organizations 
which are larger, and more complex (taller) tend to discourage 
the develojment of expressicxi and creativity while smaller and 
less conplex (flatter) organizational structures tend to have 
higher levels of job satisfaction. Carpenter (1971) had similar 
results noting that as the structural type became taller the 
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teadtier's feelings of prestige in the caranunity, perceived 
c^^rtunity to participate in school goals and perceived 
professional authDrity associated with the teaching position 
appeared to decrease. 

In general the results of this study si^^rt Schneider 
(1985) vAx> noted that the simplest and nost useful model 
determining ^db satisfaction is the fit of the person to the 
setting. Porter and Steers (1973) and Steers (1977) also 
cOTClxxJed that people come to work with differing values and 
expectaticMTS for the jcfc. When the expectations are ro^ 
satisfacticxi ensues and retention results. It seems that 
whatever the reasons the teachers may give for being in Catholic 
elementary sdX50ls they are generally satisfied with their woric 
situatic»i. 

IMPLICmC^IS FOR FRACnCE 
Muocigrosso (1986) advocated that as Catholic sciiool staff 
are recruited and hired, a conscious effort be made to build 
faith oannamity. Administrators must make clear the unique 
identity of the sc±kx>1 and subsequent expectations of the 
candidate thrxx*^ sensitive articulation, ejqposure to role models 
from aiTOig the current staff and skilled interview procedur^ ^ 
She^ian, 1990). Enoploying sucii persons v*iose persOTial 
diaracteristics "fit" the organizaticjnal needs should be imitually 
satisfying and beneficial for both the organization and the 
individual. 




Ti)ose teachers alreaciy in the diocesan elementary sdiools 
who are hi^ on organizational ocramitment and canmitinent to 
teaching ou^t to be affirmed and recognized for their dedicaticxi 
and to be provided oj^rtunities for enhancing both their 
academic and religious formation • Wanous (1980) noted that 
cawnitraait to the organization is fostered by socialization 
activities which are defined as those ciianges caused by the 
organizatiOT that take place in newccners. The Catholic scixxDl 
needs to focus attention on those teachers who iiave less teaching 
experience in Catholic schools to foster organizaticffial coramit- 
ment. Since the mission of Catholic sdiools is to provide an 
academic envirOTment that fosters faith developroent and builds 
ociiiiunity specific c^jportunities and activities should be planned 
for teadiers to thorout^y integrate them into the faith 
oatirwnity of the sdiool. Teachers need to be oiucated to tteir 
respcxTsibilities for the spiritual as well as acadanic formation 
of their students and be supported with programs that provide 
discussion and learning e^q^erienoes that '«all strengthen these 
skills. 

Wildraan (1987) noted that vdien newcoiers have opportunities 
to share plans and ideas with ej^Derienced teachers they refine 
their uncJerstanding of teaching, niis cmcept can be applied to 
persons with less e>5)eriaice in Catholic sdiools. When less 
experi^xred teachers have tte ojportunity to share and leom with 
persons vAio are skilled in the art and science of teaching and 
well iitir^ed with the mission and purpor. of the Catholic c^jnool 
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the newcxsners vdll not only gain in teaching expertise tut also 
becone more cognizant of the responsibilities and challenges 
involved in the faith developroent of the students. Ihis model is 
not new to Catholic schools. When schools were predominately 
staffed by religious teachers, the younger, inaqperienced 
teachers were often paired with more experienced persons v*k> 
took direct responsibility for encouraging the teaching formation 
of the younger teacher (Ames, 1980). 

FURTHER RESEARCH NEEDED 

Biis study would have been enhanced with the inclusion of a 
high school sample. Chapraan (1983) studied career satisfaction 
of teachers and found that the relationship of specific skills 
and abilititis to jcto satisfacticai ajpears to be different for 
hi0i school and eileroentary teachers. 

This study focused on the commitment of teachers who are in 
the Catholic schools. Additional insights might be gleaned by 
getting comparative data on teachers who have left the Catholic 
school system but remained in teacJiing. Why did they leave? Ttie 
"easy" intuitive answer relates to financr tut ti.^ facts need to 
be empirically investigated. HCw has their job, teaching and 
organizational ccraaitment been affected? ;<hat would be necessary 
to lure these persons bacdc to the Catholic schools? What is the 
relationship of woric factors, perscxial factors, attachment and 
satisfaction to their oommitroent? 
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Uiis stucfy etoployed quantitative methods to describe the 
gaieral diaracter of aanraitinent and to derive some conclusions 
about its relationship to other variables and its iirpact an the 
organization. Qualitative, interpretive methods sucdi as dDserva- 
tional f ieldworic would allow for the ejqjloration of the 
phenomenon of conEtdtrosnt in more dqcrth. How is ccsranitment 
eadiibited and corc^itualized in the acticais of particular 
teachers in particular settings?' How does the envircaiment 
si?3port or inhibit corauitment? How do persons vAto esqaress 
specific corauitment orientations make decisiois about the 
curriculum and interact with the administration, their peers and 
students? 
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